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Globalization has led to the creation of extensive business networks and collaboration around 
the world, which business organizations should not ignore if they are to survive and grow in 
these volatile markets of the 21st century. However, cultural diversity is one of many barriers 
limiting the smooth foreign market entry for business organizations, executive managers and 
other international employees. 
The purpose of this thesis is to investigate specific business cultural elements of three mar-
kets in the Caribbean region, examining their differences and similarities in relation to 
Hofstede`s model of cultural dimensions. 
A qualitative research approach was followed during this study, utilizing face-to-face inter-
views with three business experts from the Caribbean region working in Finland. Perspectives 
on business culture in the theoretical section are based on Geert Hofstede`s theories of na-
tional culture and organizational culture theory by Fons Trompenaars. 
The research findings showed that four business cultural elements (building relationships and 
trust, decision making, hierarchy and communication) appeared most in both discussions. 
Communication style is a broad theme that was brought up by all of the interviewees. Based 
on the analysis of the interviews, communication seemed to be closely related to and affect-
ed by many other cultural dimensions. For example, the study showed that knowledge sharing 
in business organizations is a problem because the channels of communication are affected by 
hierarchy. This is a characteristic of high power distance culture according to Geert Hofstede. 
Based on the data from the interviews, it is apparent that communication within the confines 
of the Caribbean business culture can be very challenging to foreign investors, but is a key to 
launching a successful business enterprise in these markets. 
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1 Introduction 
 
Globalization has led to the creation of extensive business networks and collaboration 
around the world, which business organizations should not ignore, if they are to survive 
and grow in these volatile markets of the 21st century. In addition to business networks and 
collaborations, the advancement of technology in recent years has also enhanced the global 
interaction of people from different cultural backgrounds. The Internet, as the mostly used 
medium of communication and business transactions in recent years, has contributed so much 
to rise and stay of globalization (Czinkota M, Ronkainen A, I & Kotabe, M, 2009, preface). 
 
Globalization is the process of interaction and integration among the people, companies, and 
the governments of different nations, a process driven by the international trade and invest-
ments, aided by the information technology. According to (Czinkota M, Ronkainen A, I & 
Ktabe, M, 2009, 7) “The discipline depends on the understanding of how much successfully 
cross national borders, what the differences are once the crossing is over, and how to recon-
cile with any conflicts resulting from variances and inconsistencies in rules and expectations”. 
This process brought up influences and challenges on political structures, economic develop-
ments and culture, the actual well-being of people in different societies and their environ-
ment in which they live around the world. Business organizations spend huge sums of money 
to invest in domestic and foreign markets for their businesses to survive and grow in these 
highly competitive markets. Cultural challenges impose great problems to executive managers 
of business ogantions when deciding to enter into a foreign market (Czinkota M, Ronkainen A, 
I & Kotabe, M, 2009, preface). 
 
Increasingly global expansion, networking and collaboration by business organizations and ac-
ademic institutions have resulted in the creation of strong relationships between industries 
and academia that benefited both from the cross-pollination of tacit and explicit knowledge. 
The project intend to establish, develop and enhance the collaboration, interaction and net-
working that would make it easier for (Industry & Academia) universities, NGOs and the 
Knowledge business companies from Finland to overcome the market entry barriers (cultural 
factors) in Caribbean region (Barbados). 
 
1.1 The Laurea SID Lab International 
 
The Laurea SID Lab International Laurea SID Lab international is an international research and 
development environment focusing on Service, Innovation and Design. There are eight SID 
Lads in seven Laurea units, and the Laurea SID Lab international is the newest lab in Laurea 
Leppävaara. It focuses on Innovation, Internationalization and regional development. The lab 
hosts and develops projects that address internationalization in multidisciplinary areas of 
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specialization and enhances the implementation of the project results to the regions in Fin-
land and abroad. 
 
Internationalization aspect in the SID lab International is evident through international ex-
perts (research interns) and implementation of the projects in collaboration with other coun-
tries. Some of the international projects in the SID lab international developed by the re-
search interns, in order to attract collaboration elsewhere around the world in solving the 
needs of the companies and organizations. 
 
Current projects in the SID Lab International focus on areas such as facilitating International 
investments, supporting companies' internationalization strategies, Developing International 
Cultural Services concepts for the metropolitan (Helsinki), Global (social) Responsibilities and 
International Expertise in Hospitality-, Facility- and Service Management. 
 
Furthermore, developments are placing the lab in to becoming the gateway for international 
related R&D activities, Knowledge Exchange and Networks. In that regard, SID Lab interna-
tional is open to the extensive network of Local and international partners (universities, Or-
ganizations and companies) for the endless professional collaboration and development in 
various areas of expertise. (Laureasid)  
 
IRPro2015-Global responsibility project aims at “Enhancing the sustainable recycling of solid 
waste management in populated areas of three developing countries through the exchange of 
practical knowledge and expertise between advanced and developing countries.” During the 
implementation of the international knowledge transfer project to the selected strategic lo-
cations in developing countries, there are many challenges involved and the most widely 
acknowledged challenge is the cultural influences on cross border business projects. 
 
The research, focus on the business cultural differences and similarities on managing cross 
border business with the Caribbean region (Barbados) as one of the critical areas in the inter-
national knowledge transfer project currently run by Laurea SID Lab International. It is the 
cultural influence on cross border market that draws the interests to research on the “busi-
ness cultural difference between Finland and Caribbean region (Barbados) using Hofstede` 
model of cultural dimensions. The area demands a research on the targeted market and in 
this case is the country of Barbados located in Central America (Caribbean Islands). 
 
1.2 Pilot project 
 
Pilot project IRPro2015-Global Responsibility (IRPro2015-GR) project is the pilot project that 
initiated the need to study the cultural influences on cross border projects as the project 
seeks to exchange tacit knowledge with developing countries. The culture factor is one of the 
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barriers to foreign market entry other than political, environmental and other risk factors. 
The project aims at “Enhancing the sustainable recycling of solid waste in populated areas of 
three developing countries through the exchange of practical knowledge and expertise be-
tween advanced and developing countries” hence the need to study the cultural diversity in-
volved. 
 
“The universities from one Asian and developing country (or territory) in the Americas ex-
pected to become the hubs for this project. Graduating students encouraged to take an ac-
tive role in working on the project alongside companies and the public sector in their coun-
tries. The University Professors or lecturers expected to act as guides in this project. The 
closest collaboration with companies and international organizations on environmental sus-
tainability is vital for knowledge and expertise support as well as networking activities. Figure 
1 below shows the model diagram of the IRPro2015-GR Implementation project. 
 
 
Figure 1: IRPro2015-GR Implementation model 
 
In order to be able to collaborate with partners in the mentioned countries, this thesis is in-
tending to bring contributions on the aspects of business culture which the project teams will 
have to put into consideration while creating links with the Caribbean region (Barbados). 
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1.3 The research problem 
 
The research problem 
 
The purpose of this thesis is to investigate specific business cultural elements of three mar-
kets in the Caribbean region, examining their differences and similarities in relation to 
Hofstede`s model of cultural dimensions. The findings would help the International Recycling 
Program 2015-GR Implementation team to consider and get an insight when trying establish-
ing a cross-border relationship with the Caribbean region. The study is intending to highlight 
the business culture of the Caribbean markets in relation to Hofstede cultural dimension fac-
tors. The factors would work as a guide to business people when doing cross border project 
collaboration with Caribbean region. 
 
As there are many critical elements that influences different types of cross border businesses, 
the analysis of the business cultural elements that are vital when conducting business pro-
jects specifically in Caribbean region would be analyzed and compared with Hofstede cultural 
dimension elements.  
 
In responding to the research question, some aspects of culture are subject to review in the 
empirical study section of the document. The impact of culture on knowledge transfer 
acknowledged in the business community globally. The concentration of the research will be 
in analyzing the business cultural aspects of culture on business relationship between global 
markets and Caribbean region, how will they be utilized for the success of business relation-
ship. Surprisingly the Caribbean region business culture influenced by different aspects of cul-
ture, backdated to the slave trade era, hence a unique, dynamic business culture. In addition 
to business culture that incorporates elements such as values, protocols, customs, ethics, be-
havior, religion, taboos, business etiquette and communication style, national culture has a 
major influence in the going concern or failure of foreign business projects intending to es-
tablish the relationship with one another in this 21st century 
 
Business Culture consists of several aspects of which some are tacit, and others are explicit. 
In that regards, cultural factors play a major role in influence the communication and viabil-
ity of strategic partnerships. This research study intends to bring up a framework of some as-
pects of business culture in Caribbean region, Islands region in Central America. Analysis of 
the business cultural elements would come up with a glimpse of defined national business 
cultural aspects of the market in question (Caribbean region) that would make the collabora-
tion, interaction and networking easier for universities, NGOs and the Knowledge business 
organizations from different geographical regions. That helps transferring knowledge without 
experiencing many difficulties of market entry challenges. It is that the nature of the cultures 
involved in cross border business networks and the networks both influences the knowledge 
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sharing barriers. However, the research would provide an insight into the Caribbean business 
culture but leaves more room for further studies. 
 
1.3.1 Choices of the research context 
 
The effects of culture in doing cross border business are a qualitative study research 
question. The choice of the research study was of interests to the researcher as the involve-
ment of the researcher in IRPro2015 project (International Recycling Program 2015 project), 
which is a, brainchild of the researcher university initiatives, was very important. After seri-
ous consideration of the ongoing pilot project that seeks to foster global recycling programs 
between developed (Europe) and developing (Asia and Central America Caribbean region) 
countries, the researcher understands that the managerial contribution to the Caribbean pro-
ject is vital to the outcome of the whole project. The culture diversity as the main entry bar-
rier to company’s management, employees and executives that seek to go global is the area 
of study because the awareness and understanding of cultural differences between different 
nations and the Caribbean region helps in the IRPro2015 project implementation. The atten-
tion applied “Towards the implementation of the project various measurable objectives that 
will have to be fulfilled. These objectives are; partnering with at least five sustainable envi-
ronmental companies or organizations 
 
The partnership will yield tacit knowledge on methods of implementing sustainable, solid 
waste management through First, sharing exemplary practices from companies with expertise 
and second, offering training and collaborative development work with the companies in the 
developing countries through the universities. Third, partnering and offering training and 
awareness programs with (5-10) related NGOs in the country in question (Caribbean region) 
considered a first priority. Partnering with the NGOs considered as the viable way of getting 
the idea across to the community in the developing territories. The knowledge that the NGOs 
will receive through the project expected to be supervised and practically implemented in 
the places where this project will concentrate on”. 
 
1.3.2 Significance of the study 
 
After the study, the research will serve as base information for the IRPro2015 project and 
other business organizations and or individuals who seek to collaborate with the market in 
question. It highlights the cultural diversity of the Caribbean region market that could play a 
crucial role in informing business people around the globe. Business people who seek to ex-
tend their interests to the region in question consider understanding cultural diversity. The 
results will help the parties interested in Laurea SID Lab project and other organizations to be 
aware of the cultural differences between Finland and Caribbean countries as that will foster 
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easy communication, collaboration, networking and implementation of the project objec-
tives. 
 
The study would be beneficial to the school project team, business organizations and other 
people who are seeking or seek to collaborate with the Caribbean region markets. The study 
will highlight some of the business cultural factors that can be considered when seeking to 
collaborate with business communities in Caribbean region market. The cultural aspects un-
derstudy will be indicators to the cultural challenges that business organizations are facing 
when entering international markets. The thesis leaves more room for further studies on cul-
tural challenges as it not intended to do a thorough analysis of cultural diversity in general 
but an insight. 
 
1.3.3 Structure of the study 
 
The research starts with an introduction of the study title and the prevailing situations that 
created the interest towards the study. Theoretical framework reviews the various theories 
that explain the area of interest, and in this case is: “Business culture in Caribbean region. 
Differences and similarities between Jamaica, Barbados and Bermuda” using work-related 
Hofstede culture dimension values. 
 
The method used to collect data raises from interviewing three business experts from the 
Caribbean region. They are working in Finland and have a broad knowledge of business cul-
ture from their respective countries. The methodology of the study reviews the research ap-
proach of the study, the data collection method and evaluation of the research approach. 
Finally, the analysis of the study reported by considering the method of choice which re-
viewed further in this study. 
 
2 Theoretical Background 
 
2.1 Culture diversity 
 
Culture defined in different ways that reflect the variety of cultural phenomena that can be 
observed. According to Morrison (2002), cultural symbols include but not limited to language, 
religious rituals, and art who has shared meanings from the fingerprint of a society. However, 
Edgar H. S, (2010, 18) also "defines organizational culture" as pattern of basic assumptions 
started, discovered, or improved by a given group as it learns how to adopt to problems of 
external adaptation and as well as the internal integration. This sums up everything that 
make the organization exists as an entity. According to Czinkota (2007), cultural symbols af-
fect the flows of business and activities. Businesses and or societies distinguished with unique 
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elements of culture. These elements of culture, expressed through, language that is Verbal 
Nonverbal Religion which based on values and attitudes, manners and Customs. Material ele-
ments and education, aesthetics and Social Institutions. 
 
In that sense, it is important for international companies to understanding and have knowl-
edge of the national and business cultures of a targeted foreign market. As a result, adapta-
tion to these cultural elements for a multinational company depends on its level in the mar-
ket participation. For example, licensing, direct investment and product or service marketed 
(Czinkota, 2007). The most influential issue for cross-border businesses is to analyse the cul-
ture of the targeted market, which includes information that helps the company's staff to 
take informed decisions. The information from the analysis has been more than a collection 
of facts, but the data must be interpreted correctly (Czinkota, 2007). 
 
2.1.1 Human nature, culture and behaviour 
 
Different authors define culture in many ways but meaning the same thing. Culture referred 
to as a collection of programming mind that establishes itself in many ways that include sym-
bols, heroes and rituals (Geert Hofstede 2001, 1). The above mentioned author furthermore 
highlighted that, culture, in the first place is learnt and not inherent. Culture is “collection of 
programming mind that differentiate the members of one family or category of people from 
another” (Hofstede 2001, 9). For this reason, culture should be separated from human nature 
and the distinct personality. According to the author, human nature such as feelings and emo-
tions influence and modified by culture and can be shared by all other humans. Personality 
differs from culture and nature as it embedded to an individual. However, it is learnt and 
partly inherited. Figure 2 to be shown below portrays the unique boundaries between nature 
and culture and between culture and personality. 
 
 
Figure 2: Hofstede`s three levels of mental programming 
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2.1.2 Hofstede`s cultural dimension factors 
 
Mostly culture is limiting to national level where different ethnicity groups of a country share 
or depicts some identical cultural traits. It could be wrong, and inconsistency to think that 
people from Caribbean Islands would all behave in the same way, speak the same language, 
and hold the same values. However, a wider study on the cultural background shows that, 
although people live in same geographical region (country) has a difference in values, norms, 
customs based on their ethnicity and the location area they live. For example, Zimbabwe a 
country where the writer comes from has more than 15 ethnicity groups with more than 20 
languages but there are main common languages used by all. 
 
In western countries also differ in cultural attributes they hold at national level, on ethnic 
and other level. For example, people from the north of Finland speak a different language. 
The Sami and Romani people and those from the south and other parts of the country speak 
Finnish and Swedish in that respect; traditions depicting their unique cultural traits differ also 
in the same way. 
 
Hofstede`s national cultural model 
 
Figure 3: Hofstede`s model of cultural differences. 
 
The four of Hofstede cultural dimensions namely, Power distance (PDI), Individualism versus 
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Collectivism (IDV), Masculinity versus Femininity (MAS), and Uncertainty Avoidance (UAI). The 
fifth dimension introduced at a later stage, based on a new cross-national study, Bonds Chi-
nese Value Survey, which conducted by Michael Harris Bond. The fifth dimension was long-
term orientation (Hofstede 2001, 18-36). All these cultural dimensions by Hofstede have posi-
tive or negative influence in one way or the other on cross-border business projects. In this 
study, four of Hofstede dimensions primarily serve the purpose of this research, Power dis-
tance, Individualism and Collectivism, Uncertainty avoidance and Masculinity and Femininity. 
However, the remaining one would also be briefly detailed enhance the reader's understand-
ing of educational importance in international business activities. To have a better under-
stand how Hofstede cultural framework reflect the impact of the cultural dimensions on busi-
ness culture in Caribbean region, a description of each dimension provided from which the 
author would build the findings. 
 
2.2 Power Distance (PDI) 
 
Hofstede Power Distance indicates the extent to which power shared equally in a society and 
the extent that the society accepts this distribution. Hofstede Power distance Index measures 
the degree to which the subordinate members of organizations and institutions (such as fami-
lies) tolerate and expect that power distributed unequally (clearly cultural 2005). In organiza-
tions as society units, Hofstede stresses that there will always be inequality of member’s abil-
ities, skills and inequalities in power. As a result, an unequal distribution of power among 
members is the essence of the organization (Cotta, 1976, 178). According to Hofstede, in cul-
tural framework, power distance is either high or low. Often at times, the high power dis-
tance encourages hierarchical levels that affect the smooth communication as well as the 
culture of knowledge sharing within organizations or societies at large due to barriers based 
on status or power issues. As a result of hierarchical levels, there is limited space for employ-
ees at the bottom level to rise to the top because of lack of knowledge sharing culture. 
 
In low PDI cultures, subordinates and superiors consider each other as equally important, “the 
hierarchical system is just an inequality of roles” that established for convenience (Hofstede, 
1991, 36). Therefore, in such cultures it expected to find examples of close working relation-
ships between the bosses and the subordinates, and even examples of subordinates defining 
their own tasks without much influence from the bosses. Subordinates have influences in their 
boss’s strategic decision making process as a result of knowledge sharing culture employed. In 
low PDI cultures, society prefers to consult when problem or conflict arises. In that sense, the 
subordinates are likely to contradict their bosses or superiors ideas and are very willing to 
present their own knowledge (opinions) for consideration (Hofstede, 1991). 
 
 
In a culture where the power distance is high, employees wait for instructions from managers 
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before they work. For the Caribbean region have a unique culture influenced by two unified 
cultural backgrounds which are from countries of origin and the former colonial powers side. 
However, the influence backdated to the colonial era of slavery days. In that sense, Britain 
rated as an individualistic country in Europe according to Hofstede, 2001 on an index scale of 
zero and one hundred. Communication vertically disseminated from the top to bottom and 
this hierarchical structure influences the process of knowledge transfer that resonates with 
the hierarchical arrangements within the organization. Top management in such cultures may 
have the power to decide on how and when the knowledge disseminates. As a result if the 
management at the middle level is not willing to change or explore new ways of doing busi-
ness, then those employees who work hard with the intension of rewarded through promo-
tions will not be motivated to rise to the top. Resultantly, impacting on the direction of 
knowledge flows (Bhagat.et.al, 2002); however, authorities in such organizations of high 
power distance cultures centralized. The hierarchical structures in those organization forms, 
also influences the gap in salaries, fringe benefits. The respect comes with the level of sen-
iority in the organization, in high power contexts. A High Context culture is one in which peo-
ple with power take a leading role in assuming the commonality of knowledge and views, so 
that less spelled out explicitly (openly) and much more than implicit, or communicated in 
indirect ways (Hofstede 2001, 79-85). So business organizations from developed nations con-
sidering going abroad should be aware of the difference in cultural dimensions and the differ-
ent effects caused to developing nations. From Hofstede power distance model, France, is a 
high power context country with a power distance index (PDI) of 68 on a scale of 1 to 100 
(Hofstede 2001).).1 
 
 
Figure 4: France “Power distance” dimension indexes. 
 
Above presentation is an own creation by the writer, based on Hofstede`s research scores. 
See index 2. 
 
The flat-structured form of the organization is a characteristic of low power distance culture 
with less than the number of hierarchical levels. Supervisors and subordinates considered the 
                                                 
1 For more information see appendix 1 
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same which means the subordinates and superiors could interact easily. Information dissemi-
nation is often horizontal or from one level to another without following order. Of which, 
equality considered more important than freedom in high power distance cultures, and the 
reverse is true in low power distance cultures where freedom is vital than equality. Finland, 
compared to other European nations is a low power distance nation which could be the ideal 
market to collaborate with and establish business projects with the Caribbean region. Com-
panies in low power distance cultures decentralized, and hierarchical levels created for con-
veniences rather than to show status (Hofstede 1991, 55). 
 
2.2.1 Individualism versus Collectivism (IDV) 
 
Individualism, in contrast to collectivism, shows the relationship between the individual and 
the collectively that exists in a given society (Hofstede 2001, 209) According to the author, 
individualism reflected in a society in which the ties between families are loose, everyone 
expected to look after one another and extended family. Whereas in collectivist societies 
people from birth onwards integrated into strong, cohesive in groups that are in nuclear fami-
lies, extended families, or tribes, and it implicate values and behavior that continue protect-
ing the group in exchange for unquestioning loyalty (Hofstede 2001). For business organiza-
tions, deciding to explore external markets should take the issue of cultural diversity serious-
ly, as its influences business outcome. The dimension relates to the degree at which people in 
a culture prefer to act as a member of group or individuals. In addition to the degree of ac-
tion, it also reflects whether the groups’ interests are more important than the person's in-
terest. The evidence suggests that this dimension influences the willingness of individuals to 
share their knowledge (Chow.et.al, 2000). 
 
 
Figure 5: France`s “Collectivism versus Individualism” dimension indexes. 
The above presentation is an own creation by the writer, based on Hofstede`s research 
scores. See appendix 2 
 
The strong IDV fits individualistic culture and a small IDV would represent a collectivist cul-
tural society. For example, the United States according to the Hofstede research index score. 
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It seen as individualistic (scoring a 91) with the “American dream” in mind. The Americanize 
belief great things can be achieved through hard working for a higher standard of living than 
their fore fathers is clearly, a representation of staunch individualism culture (clearly culture 
2005). In individualistic cultural society, employees are independent, and identity connected 
with the person rather than to the group where the employee belongs to or to the family. The 
task and the company should be considered first before any personal relationships. People 
make or engage into business with the organization rather than with individuals and subordi-
nates viewed as independent individuals with interests and needs. There is the value for indi-
vidual freedom of making own decisions. Having a challenging job in which one can adopt 
his/her own strategic approach is very important. 
 
It considered inappropriate in business, to hire a relative or family member in a highly indi-
vidualistic society as the belief being it triggers nepotism, favoritism among other conflicts of 
interest. Organizations in strong, individualistic cultures, management manage individually 
subordinates can be moved around individually, and employees who perform badly or inade-
quately dismissed and good work performance of individuals would be rewarded with incen-
tives and bonuses individually The relationship between the business and its customers based 
mostly on equal treatment and no special key account treatment, as this considered unethical 
and unfair business practice. A short, small talk considered before getting down to business in 
an individualistic culture because business considered being more important than the rela-
tionship. What matters most is to get a rewarding deal at the end of the day (Hofstede 1991, 
73-102). 
 
On the other hand, in a collectivist society, people united into strong, cohesive, extended, 
often large families (grandparents) which throughout people's existence continue to bind 
them in exchange for unquestioning loyalty. Management manages a group and not individuals 
as groups are very important in collective cultures. Subordinates in a collectivist culture feel 
emotionally integrated into work group, so managers in such culture should be extremely at-
tentive to factors that affect the group. According to Hofstede (2001), collectivistic cultures 
have a great emphasize on groups and always think more in terms of “We” and harmony, loy-
alty and respect inside the company is vital and should always be maintained. As business or-
ganizations from developed countries might decide to venture into foreign markets, it could 
be vital to understand the culture of the targeted market before the project resume so as to 
reduce the cultural crush. 
 
Confrontations should be avoided, especially in public to avoid the “loss of face” to the part-
ner. 
Collectivistic companies employ not only an individual but also a person belonging to a group. 
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Hiring or employing someone already familiar to the group reduces risks and the family mem-
bers help to correct misbehavior of any family member so as to preserve the reputation of the 
family. Employees who embarrass themselves not only will they lose face, but also embarrass 
the whole group, extended family and even friends. In a collectivistic culture, poor perfor-
mance or lack of skills of an employee is no reason for dismissal. The employee could be 
transferred or changed to another position or department that requires lesser skilled tasks. 
For example in Japan, performance and skills, however, do determine what tasks one can be 
assigned, and poor performance is no reason for dismissal as that could be like dismissing 
one's own son (Hofstede 2001, 237). 
 
2.2.2 Masculinity versus femininity (MAS) 
 
This refers to how a society abides by and values, the traditional and current male and fe-
male roles. Masculine cultures demonstrated in countries where men expected to be strong, 
tough, to be assertive, to be competitive and be the provider. If women work outside home 
(skilled job), they have separate professions from men which supposed to be modest and car-
ing in nature. However, in feminine culture countries, both men and female work more or 
less the same across many professions. Men supposed to be responsive, and women have to 
work hard to achieve professional success. Finland, for example, is that country where equal 
rights and equal opportunities for both gender in their working environment. 
 
Masculine cultures emphasize on advancement, training, up-to-datedness, earnings (materi-
als, monetary and educational), recognition and challenges whereas feminine cultures stress-
es on good working relationships, manager, physical conditions, cooperation and employment 
security (Hofstede 1991, 118). 
 
In organizations, masculinity and femininity cultures create different types of management. 
Masculinity cultural organization, manager is decisive, autocratic and makes most of all deci-
sions singlehandedly. In contrast to masculinity cultural management type, in femininity cul-
tural organization, the manager is less active and there is the preference of making a decision 
within a group (Hofstede 1991, 141). 
 
Organizations in a masculinity cultural society, characterized by individual performance, 
achievements, incentives, individual rewards and seniority. Whereas, in femininity cultural, 
employees values togetherness, mutual help, social contact, teamwork and collective 
achievement. Thus, people rewarded according to their capability, know-how, education and 
performance. The table, below show the difference of important elements between masculin-
ity and femininity society. 
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Table 1: Important elements between masculinity & femininity society. 
(Hofstede, 1991, 81-2) 
 
2.2.3 Uncertainty avoidance (UAI) 
 
According to Hofstede, (2001, 145) Uncertainty avoidance dimension refers to society's toler-
ance for uncertainty and indistinctness about the future of human life. Which everyone try to 
cope through the domains of technology (include all human artifacts), law (all formal and in-
formal rules that guide social behavior) and religion (all revealed knowledge of the unknown) 
that is the need of human beings to search for the truth. The above mentioned author also 
defines it as the “extent to which people of a culture feels affected by unknown happenings” 
(Hofstede, 1991, 113). It shows how a culture modifies its members to feel either uncomfort-
able or comfortable in unstructured situations. Unstructured phenomenon is novel, unknown, 
surprising, and different from usual. However, a society or organization cannot develop when 
its people are not sure of the results of changes and new ideas or knowledge cannot be shared 
because of the fear of the uncertainty. In the context, of knowledge transfer, individuals with 
a high tolerance of ambiguity are much better able to transfer and receive knowledge that is 
tacit and complex (Bhagat.et.al, 2002). However, if the knowledge acquired by individuals 
not used for change, then it is not worth acquiring. 
 
In cultures embedded in high uncertainty avoidance, people feel comfortable in structured 
and known situations. There is disturbing feeling for written and unwritten rules, regulations, 
and laws controlling and governing employer and employee rights, duties and obligations. 
However, formal businesses in high uncertainty avoidance associated with a lot of rules and 
policies. To reduce the internal uncertainty caused by the unpredictability of the members 
and stakeholders behavior, the organization opts for set of rules (Hofstede 2001, 147). 
 
Employees in low uncertainty avoidance do not feel threatened by rules, policies or unpre-
dictable situations. They embrace risks to a greater extent and adapt easily and fast to 
changeable 
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situations. However, it is instead employees from low uncertainty avoidance companies seem 
to have an emotional fear of formal rules and laws. The belief from the lower uncertainty 
avoidance is that rules should always be applied when it is necessary, and employees take 
pride in order to solve problems without necessarily following formal rules. Formal business 
attitude is characteristic of lower uncertainty avoidance cultures, and the opposite is true in 
high uncertainty avoidance cultures. 
 
According to Hofstede (2001, 167), less uncertainty avoiding cultures characterized by high 
rates of innovation. They welcome innovations so easily but put less energy and effort into 
their application. Compared with high uncertainty avoidance cultures that find it difficult to 
bring innovations but once they accepted, they been taken more seriously than in lower un-
certainty avoidance cultures. Also, the precision and punctuality needed to make an innova-
tion work comes naturally in high uncertainty avoidance cultures, and in less uncertainty 
avoidance societies, learning and management is what it takes for the application of innova-
tion. One might, therefore, suggest that it is people from the less uncertainty avoidance cul-
tures who come up with ideas and innovations while people from the high uncertainty avoid-
ance culture develop and implement the ideas (Hofstede 1991, 181-184). 
 
2.2.4 Long-term orientation versus short-term orientation 
 
The fifth of Hofstede cultural dimensions (long-term versus short-term orientation), deals 
with aspects of time and culture attitudes towards the past, present and the future (Hofstede 
2005, 167-186). Hofstede added the fifth dimension in the 1990s after a Chinese Value Survey 
to try to distinguish the difference in thinking between the East and West. The research re-
sults suggested that Asian countries have a strong link to Confucian (philosophical doctrine) 
philosophy acted differently from the Western cultures. France among other countries had no 
results included in the research index for reasons known to the author (Hofstede Geert). 
 
Some of the characteristics of the two dimensions are: Long-term orientation there is persis-
tence, ordering of relationships according to status and observation of the order, having a 
sense of shame, and thrift (extreme care in spending money). Whereas the Short-term orien-
tation, there is personal steadiness and stability, protecting your “face” (embarrassment), 
respect or tradition, and reciprocation of greetings, favors and gifts (clearly culture, 2007). 
The characteristics portrays people in Long-term orientation culture do not tolerate tradition 
as much as many others, and hence willing to help to accomplish the most imaginative tasks 
or plans as long as it fully involved. 
 
Family businesses are a common feature in Long-term orientation cultures. The working 
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environment has a stable hierarchy (less bureaucracy) that makes it ideal for potential en-
trance to set up businesses in the country. On a dissenting note, the easy entry barriers affect 
the local entrepreneurs who can compete fiercely with the foreign companies that find the 
market worth risk taking as a result of low entry barriers. Employees of companies in Short-
term orientation cultures, focus on periodic achievements (results) such as last month, quar-
ter or previous year results and managers judged by their prior period’s results. In long-term 
orientation cultures, employees emphasize on future goals, which is often, set up from 5-10 
years ahead (Hofstede 2005). 
 
3 Business Culture 
 
When doing business in a foreign market, international companies need to understand the 
local business culture as it is an important ingredient for success. According to Li, for foreign 
businesses, to directly transplanting their business models into a local cultural market would 
also mean the transferring of cultural values and beliefs which could be a risk. On the other 
hand, adaptation to the local business practices, without fully understanding them, could also 
put the foreign business at risk. In that sense, it is advisable for international companies in-
tending to invest to implement a localization strategy that takes into account cultural differ-
ences and fosters a different blended corporate culture. 
 
That means that, the localization strategy has to be effective that it incorporates cultural 
sensitivity and a willingness to adjust, for example, the products, services and management 
styles to meet community needs (Li, 2008, 34-37). In addition to that, understanding and ac-
cepting intercultural differences clearly promotes ideal communication as it breaks down the 
barriers, builds trust, strengthens relationships, to open opportunities and encourage tangible 
results in terms of business success (kwintessential 2005). 
 
3.1 Building Relationships 
 
The challenges facing by international and global business executives, managers, and employ-
ees, are to understand, appreciate and respect the cultural diversity. In many ways, this start 
by establishing, building and enhancing relationships which would ultimately foster trust be-
tween the cultures involved. In most cultures, business people prefer to do business with 
partners they know most. In that sense, it would be necessary to have a traditional close rela-
tionship prior to doing business that could be fostered by the involvement, of a third party 
introduction to enhance credibility. Relationships built on mutual trust and respect, so for 
business to succeed in different cultural regions, relationships should be considered first. In 
contrast to the need for a long standing relationship to do business, Finns are transactional 
and do not need long-standing personal relationships in order to conduct business. In fact, 
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Finns relationship building often takes place outside the office: that is in a restaurant and or 
the sauna (kwintessential 2005). 
 
3.1.1 Language and Hierarchy 
 
Other two cultural conflicts for businesses venturing into a foreign market are language and 
hierarchy in the business environment. For example, in huge markets like India and China 
were independent states speak different languages even though English language widely used 
as the language of international commerce. However, to add value to the results of the busi-
ness meetings, foreign managers need to understand, know and speak at least the local lan-
guage as that helps to break away the cultural barriers. In addition to language as a business 
edifying effect, hierarchy regarded in some markets (countries) as a very important cultural 
element, as strict hierarchy defines the people's roles, status and social order. So observing 
the hierarchy, even in business meetings helps one understands the levels of respect rendered 
to the business delegates and, or the management of a company (Kwintessential, 2005). 
 
3.1.2 Communication style 
 
In various business organizations, communication expressed in various ways, to pass the mes-
sage between employees and management. The communication flows could be downward, 
upward or laterally depending with the nature of the cultural dimensions associated with the 
organization. There is a great need to understand the communication in business organization 
between superiors and subordinates, because of factors that demand consideration in order 
to have effective communication. The problem of communication could be as a result of the 
meaning attached to the words during communication. According to Lashley, C and Lee-Ross, 
D (2003, 186), “effective communication only takes place when the other part received and 
understood the message sent by the sender. It assumed that the effective communicator un-
derstands the needs of the receiver and select the most appropriate means to communicate 
with”. However, in cases where cross culture involved in business organization, it is important 
for management carefully understand the capabilities of the receiver (employees) on how 
best to present the meaning of the words in that communication for the benefit of effective 
communication. However, language is the main barrier in the foreign market entry, so it is 
necessary to understand fully well the local language in order to have effective communica-
tion. 
 
In high power distance organizations, it is sometimes difficult for employees and management 
to communicate effectively because of the nature of the communication flows and the hier-
archy. People from the same level understand each other well but not the same with a group 
from a different level. The hierarchical communication flows in some business organization 
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hinders effective communication between employees and management and even management 
themselves. Lashley and Lee- Ross (2003, 189) explained that effective communication rooted 
from the communication between managers and employees on a daily basis. “Managers at all 
levels should understand the need to communicate effectively with employees in a way that 
genuinely creates understanding” (Lashley and Lee-Ross, 2003, 189). Alternatively, for the 
International Recycling Program 2015 team to succeed in their quest for global projects, 
management need to take into account the nature of the communication flows and correct 
for difficulties in order to enjoy effective communications with their counterparts in targeted 
market (Barbados). 
 
3.1.3 Decision making process 
 
In high power distance, cultured-organizations, and or societies, people prefer hierarchical 
communication, and the process equally applies to the way the knowledge transferred or 
shared. The hierarchical arrangements should be respected as it have both the significance on 
the way communication, knowledge transfer and sharing should flow, as well as showing sta-
tus (Bhagat et al., 2002, 256). Those in positions of power, because of being authoritarian 
control the rewards and all persons respond to perceived external forces. They also have the 
power to decide on how and when the knowledge disseminates and employees not accus-
tomed to having many responsibilities, hence wait for instructions from their bosses. 
 
3.1.4 Business Etiquette and Protocol 
 
According to Brennan, L (2003) business etiquette is an all-encompassing terminology for suc-
cessful personal skills and communications in the workplace, covering every area of commu-
nications, across all discipline and all eventualities. The above author also argues that good 
personal skills enable one to work and build ideal business relationships with anyone (Brennan 
2003, 1). However, opening doors for others at the workplace and first greeting of the day to 
workmates or customers gives a remarkable impression. In addition to vital factors mentioned 
above, Brennan (2003) also highlighted other special factors such as silent and spoken com-
munications, in which he discussed the three vs. (visual, vocal and verbal) that sum up the 
communication signals people (workmates) send to others at work. Visual (How one look 55%), 
Vocal (How one sound 38%), Verbal (What one say 7%). 
 
According to the percentages mentioned above, the visual signal commands higher 
share,” which suggest the," role it plays in everyday working places. It is so important to 
spend more time concentrating on how one say rather than what said. According to Brennan 
(2003, 16) the essence of business etiquette is to concentrate on both the content and deliv-
ery. Furthermore, the above mentioned author argues that making eye contact is important 
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to build trust, to encourage others (workmates) and credible (Brennan 2003, 19). Eye contact 
means looking at a person's face and yet move your eyes from theirs to other parts of their 
face. This gives them space to feel comfortable. Although, some cultures suggests that look-
ing straight into the eye (eye contact) is a negative sign that one might want to take ad-
vantage of the other, especially when doing business negotiations. The following paragraphs 
highlight the cultural differences between the two markets in question. Cultural elements or 
factors set of beliefs, moral values, and traditions including language which rules the behav-
ior of a people of a nation or community. 
 
3.2 Barbados and Finland Business culture 
 
In the case of the two markets understudy in this document (Finland-Barbados), have 
different critical, cultural elements that occupy the back-borne of both nations. According to 
Haigh, R (2003, 156-7) the Finnish life is not complete without the sauna included in it. “The 
central role in Finnish life played by the sauna is inseparable from the self-identity of Finns as 
forest people living a healthy outdoor life” (Haigh, R 2003). The sauna is more than just a 
washing-place, besides being a sacred place for Finns business deliberations and discussions 
can also take place, with significant business deals concluded on a more than informal basis 
in sauna. 
 
On the other hand, unlike in Finland, Barbadians have their culture attached to the game of 
cricket. There are other settings that influence the Barbadians culture, but it is the game of 
cricket that is most striking and influential benchmark and cultural monument in Barbados a 
country with two co-existing cultures (the British-originated and the African)(Stoddart, B 
2006). According to Stoddart, B (2006, 3) cricket is not just one those games shared by in 
Barbados, but it draws a massive societal passion. “In Barbados cricket is more than a game 
which inspires enthusiasm as a cultural institution, but it is a way of life in itself” (Stoddart, B 
2006, 4). The two above-mentioned cultural elements from both markets (Finland and Barba-
dos) have great influence in managing the cross border business projects. For example, in Fin-
land after very serious business meetings, it favorably considered normal to go to sauna after 
where the continuation of business discussions on a more informal basis and deals could be 
reached (kwintessential.co.uk/country profile-Finland). 
 
On the other hand, in Barbados on memorable occasions businesses come to a halt as shops, 
offices and schools close when crucial matches are in progresses. “When the former colonial 
government invaded Barbados in 1954, the inauguration ceremony had to be postponed in 
order to avoid a collision with an important cricket game” (Stoddart, B 2006, 4). Even though, 
these cultural factors from the two markets in question are different in nature; and they play 
a vital role to influence the outcome of business activities in the respective markets. Accord-
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ing to Haigh, R (2003, 118) “Finns value silence and hardly talk and this reluctance to com-
municate can result in problems when dealing with people from a talkative cultures”. In addi-
tion to the already mentioned weaknesses of Finns, Finns believe more to themselves than 
others, and this derive the stubbornness and or doing things a certain way by the local people 
results in experiencing difficulties with foreign entrepreneurs (Haigh, R 2003, 119). Contrary 
to the critical, cultural elements mentioned above, Swallow, D (2001, 59-61) argues that 
Finns are naturally peaceful people, and it view foreign talkative people with suspicion. 
"Feeling comfortable with silence", Finns talk mainly to explain a situation without a smile 
and this does not portray a clear picture in the eyes of the foreigners (Swallow, D 2001, 60). 
 
Interestingly, according to Swallow, D (2001, 60-1) one has to be a mind reader to stimulate a 
Finn into communicating which could be demanding too many business people. However, the 
author edge foreigners to take note of the “mind-reader” factor when it comes to business 
negotiations with Finnish people. As for the dress code, Finns dress casually most of the time. 
However, Swallow, D (2001, 74) noted that Finnish managers dress in suit normally for work 
but in winter, it considered smart if the manager dress in trousers, polo neck sweaters under 
their jackets. On the other hand, Barbadians dress code influenced by two unique co-existed 
cultures (British-African). Nevertheless, suit, shirt, tie for men and normal dress for women, 
characterizes the office working class. African traditional, colorful dress associated with a 
major festival event such as the crop-over festival which signifies the end of sugar cane crop. 
The culture backdated during the original African slaves. During the festival periods, a variety 
of music and dances characterizes the tourist’s attraction in Caribbean Island (Barbados) (to-
tally Barbados). 
 
3.2.1 Meetings and Negotiations 
 
Finnish business people are not difficult to negotiate with in business but effectively 
reach a positive outcome. They are non-confrontational, and it is rare for Finnish business 
people overtly disagree in business negotiations. Appointments scheduled between June and 
August is likely to be postponed as most Finns take a vacation during the summer. It consid-
ered normal for negotiators to discuss other personal issues before getting into business dis-
cussion. However with Finns, business people should expect a minimum, if any talk before the 
main talk of the meeting. In addition to minimum talk, Finns are very punctual as it comes on 
time and the meeting starts and end on time. So it considered, in appropriate to come late to 
Finnish meetings or functions for it shows disrespect and inefficiency. Communication is very 
important to the Finnish society as nearly everyone connected with telephone or a cell 
phone, so it will be practically appropriate to call immediately if one delayed by more than 
five minutes. In addition, communication is also necessary in making appointments, which 
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would be in advance through telephone, emails or fax, and it is extremely difficult to meet 
with people without a formal appointment (Global etiquette 2004). 
 
3.2.2 Meeting and Greeting 
 
The most commonly used greeting in many cultures is handshake followed by a direct eye 
contact and a smile. However, different cultures recognize and define these etiquettes and 
customs differently. For example, in India, greetings influenced by religion, education and 
social class. Where handshake is common, but applied according to gender, men handshake 
men and women do likewise, and there are seldom cases of men shake hands with women 
because of religious beliefs. In China, handshake is a common way of greeting, but Chinese 
looks towards the ground when greeting someone instead of direct eye contact as that has a 
different meaning altogether. However, in South Africa, handshaking, while maintaining eye 
contact with a smile when greeting someone is common to both gender but with minimal, few 
cases where men kiss the cheek of a woman in place of hands shake, and that depends on the 
relationship of the two involved. Furthermore, in a deeply rooted religious cultural society 
such as Iran, the traditional greeting is affectionate, where men kiss other men and women 
do the same to other women. Even though, a handshake greeting is common on the street to 
those people who knows each other well. There is total restriction on introductions to mem-
bers based on gender as men and women socialize differently (Kwintessential 2005). 
 
4 Research Design 
 
4.1 Research Approach 
 
The method adapted in this research document is qualitative research approach. The author 
used qualitative means because the research does not intend to use numerical or quantity 
values for the study hence qualitative research study. Qualitative method, according to 
(McDaniel & Gates 2006, 78) is the research whose findings not based on quantitative analysis 
or quantification. However, (Ghauri & Gronhaug 2005, 109) pointed out that qualitative study 
is the widely used method by researchers, to collect data through observations and inter-
views. In addition, the mentioned author, also argued that the research methods refer to 
structured, and carefully collection of data for the purpose of obtaining information from 
them, to solve or answer a research problem or question. The researcher will also use the 
primary, secondary and tertiary sources of collecting information for the study. 
 
4.2 Data Collection 
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4.2.1 Qualitative Interviewing 
 
The author intend to interview three participants from Caribbean region through face-to-face 
interview conversations and the discussions would be recorded and summed up on hard copy. 
Three business skilful experts from Caribbean region interviewed. The findings tape-recorded 
to safeguard the initial data against the risk of loss as well as for verification purposes. Thus, 
maintain the credibility of the primary source in question. The analysis of the study reviews 
the key elements of the business culture of the markets involved (Caribbean region), followed 
by further checking on the effects of the key cultural, business elements using Hofstede mod-
el of cultural dimensions. 
 
 The author examines all relevant discussions with interviewed respondents from both mar-
kets. In order, to construct a framework of factors, that would be matched up with elements 
of Hofstede cultural dimension model. In this document, elements (communication, building 
relationships, language and hierarchy and decision making process) considered even though 
the common aspects from both respondents will be the center of conclusion in order to un-
derstand how four cultural elements from Hofstede model of national culture influence on 
findings of the research from the business culture perspective. 
 
4.2.2 Semi structured interview 
 
According to Rubin, J H, Rubin, S I (2012, 31) "In the semi structured, interview, the re-
searcher has a topic to learn. It followed by preparing a limited number of questions in ad-
vance, and plans to ask follow-up questions”. The author decided to use in-depth qualitative 
interviews as the main primary source of data collection. In this way of gathering data, the 
above author asserts that the researcher would be “looking for rich and detailed information, 
not for yes-or no, agree-or-disagree responses. He or she has been looking for examples, for 
experiences, for narratives and stories. 
 
The interviewer does not give the interviewee answer categories, rather, the questions are 
open ended, meaning that the interviewee can respond any way he or she chooses, elaborat-
ing upon answers, disagreeing with the question, or raising different issues. The questions not 
fixed” (Rubin, J H, Rubin, S I (2012, 29). However, the interviewer is a facilitator who try to 
get a lot of information from the informants without imposing own interpretations or perspec-
tives. The researcher can skip questions to ask without following a given set of questions or 
order depending with responds from the interviewee. 
 
4.2.3 Responsive interview style 
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The relationship and trust developed between the interviewer (author) and interviewee (par-
ticipants) is mutual and will leads to more give-and-take conversation. In this style, there is 
little or no confrontational with flexible questioning that intends to tap the experience and 
knowledge of each interviewee (Rubin, J H, Rubin, S I (2012, 36). The above mentioned au-
thors argue that researchers can “rely on qualitative techniques and explore a topic with a 
small number of individuals. People who have relevant experience by conducting discussions 
with them and listening to the answers, and then asking more questions” (Rubin, J H, Rubin, S 
I (2012, 2). As the participant, observer using the informal discussions, (interviewing) the au-
thor would ask questions that could be adopted in the research method. According to Robson 
(2002), there are two questions that should be adopted in the research which the author of 
this document decided to take which are: “initially the informants should clarify the situa-
tions the researcher has observed, and second, to you to clarify the situation and the ac-
counts given of the situation”. 
 
4.2.4 Data analysis 
 
The findings from respondents from the Caribbean region be analyzed to find out how busi-
ness cultural elements such as communication, decision-making, hierarchy and trust, to name 
but few, are affected or affect the experience, behavior, attitudes, values and norms of busi-
ness culture involved. However, the data gathered from respondents be compared with 
Hofstede cultural dimension elements. Based on findings from data collected from both mar-
kets (Caribbean region), the author would compare the findings with existing differences and 
similarities in Hofstede four cultural dimensions namely: power distance (PDI), uncertainty 
avoidance (UAI), individualism/collectivism (IDV) and masculinity/femininity (MAS) in order to 
make up a conclusion. The implications will create critical awareness of the business cultural 
differences between the trading nations with the Caribbean region. 
 
4.3 Sources of data collection 
 
The primary data collection forms the substance of the research study i.e. reports, thesis, 
interviews, observations and experiences. The secondary sources which are books, journals, 
and publications, are useful for definition and the earlier stages of the research study and the 
tertiary sources helps to get more information for the research study. For example, the inter-
net search engines, dictionary abstracts and indexes. The researcher will use the survey or 
interviews instrument as the form of primary source for collecting data. This form of commu-
nication will be the most important part of the data collection. It will involve the direct and 
indirect interaction with representatives from different Caribbean Island countries who are 
working in Finland. According to (Ghauri & Gronhaug 2005, 123), communication does not 
have to be direct or face to face. Data can be collected through sending email or mails and 
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asking, for the answers to be sent back in the same manner. However, the researcher decided 
to use face-to-face interviews as the main source of data collection. 
 
The above mentioned authors pointed out that communication is referring to collection of 
data by asking those who have experienced a phenomenon. So that people can explain it to 
the researcher, and this makes it possible to generalize the results and test theories. In order 
to improve the reliability and validity of the research findings, the researcher shall collect 
information through different methods and angles. According to (Ghauri & Gronhaug 2005, 
221), in many cases, one method alone may not be enough to explain or describe a phenome-
non. The use of diverse methods to examining the same phenomenon for consistencies en-
hances the confidence in the analysis. However, when conducting interviews, there could be 
personal biases to some extent due to various influencing factors such as mood, time pres-
sure, variations in administration of the measurement, and mechanical factors (Ghauri & 
Gronhaug 2005, 80). 
 
Illustration of the main sources of data used in the study: 
 
 
Figure 6: Literature sources available. 
 
4.3.1 Primary 
 
According to Preece (1994, 80) in the social sciences the survey, interview, observation or 
collection of social and economic data regarded as the true, primary, sources of data in a re-
search. This involves the researcher in direct experience and observations of the real world 
which increases the chances of the elimination of data distortion, deliberate or unplanned by 
the third party (Preece 1994, 80). The researcher used interactions and interviews, observa-
tions, thesis and reports as the primary sources. The interactions and interviews include the 
participants from Caribbean Islands working in Finland business organizations. The qualitative 
interviews form the main source of data gathering in this research with secondary and ter-
tiary sources provides supplementary data to argument the research findings. 
 
4.3.2 Secondary 
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The above mentioned author claimed that as the primary data sources forms, the substance 
of research, secondary sources are particularly useful in earlier stages of definition of the 
research problem and its relation to existing work (Preece 1994, 81). Books and other publica-
tions focusing on cultural diversity, business culture, and websites with up-to-date infor-
mation used as secondary sources in the study. 
 
4.3.3 Tertiary 
 
Tertiary sources include thesauri and dictionary, abstracts and search tools like google.com, 
dictionary.com, which designed, to either assist locate primary and additional information or 
to provide an introduction to a topic used in the study. 
 
4.3.4 Evaluation 
 
The author assumes full personal responsibility for the evaluation of the primary data collect-
ed from well analyzed reliable sources. However, the internal evaluation of the original data 
is authenticated but not sufficiently for the external validity which is not necessary for vali-
dation of primary data collection. 
 
5 Review of the responses 
 
The table 3 and 4 below shows the findings from both interviewees in relation to four of 
Hofstede cultural dimension elements. The response from three business people interviewed 
from different countries in Caribbean market, presented in tabular form in order to find out 
their differences and similarities in relation to the four of Hofstede cultural dimension ele-
ments. 
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Table 2: Findings from respondents 
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Table 3: Findings from respondents 
 
The findings from both interviewees matched, in relation to four of Hofstede cultural dimen-
sion elements, to find out the common elements (factors) that appear from both respondents. 
Some of the common factors would be used as the bases for the conclusion of the study. Be-
low are the tables 5, 6, 7 and 8 showing the common findings from both interviewees in rela-
tion to the Hofstede model of cultural dimensions. 
 
 
Table 4: Findings matching power distance 
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Table 5: Findings matching individualism/collectivism. 
 
 
Table 6: Findings matching masculinity/femininity 
 
 
Table 7: Findings matching uncertainty avoidance 
 
5.1 Analysis of respondents 
 
This research used interview instruments to measure a variety of business cultural values and 
norms, beliefs and attitudes and other aspects of culture that could affect business collabora-
tions with other 
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countries. Three regional countries used as the bases for this research document, and the re-
sults from respondents analyzed in relation with Hofstede work-related cultural values used 
as background information for the interviews. The regional business culture and customs dis-
cussed in terms of several dimensions commonly seen to impact intercultural communications 
between Caribbean countries and international investors. These include, but not limited to, 
issues such as task orientation and relationship orientation, lower context and high-context 
communication. The management styles, collectivism and individualism, power distance and 
decision making, and, masculinity and femininity. 
 
To explore the above mentioned aspects of culture, three interviewees from the Caribbean 
region with the knowledge of culture and business life conducted. The experts interviewed 
have practical knowledge of and work experience in at least more than two cultures (Finland, 
others and their Caribbean countries). The interviewees strong base of theoretical knowledge 
of intercultural communication played a crucial role in as far as the findings from the inter-
views concerned. As all of the experts interviewed in the study have practical knowledge of 
and work experience in Caribbean country, they have been able to give practical examples of 
how the above mentioned Hofstede cultural dimensions can be seen in meetings, negotiations 
and other every-day communication at workplaces in Caribbean countries. 
 
All these different perspectives and experiences will ensure the diversity of the data in the 
study, and it hoped that with the background research on Caribbean business culture and 
multicultural dynamics will provide a versatile yet specified information resource for busi-
nesses deciding to collaborate with the region. 
 
As planned in advance, the interviews arranged and conducted on an individual basis. The 
interviews conducted on face to face discussion. This method enabled the widening and de-
liberation of the discussions and better able to share individual emotions and findings record-
ed and then transcribed. The transcripts of the interviews can be found in Appendix. Once all 
the interviews completed the findings compared, discussed and deliberated in order to look 
for typical answers. As is often the case in qualitative research, analysis of data and the con-
clusions made in the study rely on the common similarities of inclusive findings and analysis in 
not based on numerical data as in qualitative research. However, it hoped that by synthesiz-
ing the interview findings together would provide a better reflection of Caribbean business 
culture and avoid overgeneralization of the validity of the results. In addition, by providing 
the transcripts of the interviews as appendices the researcher wish to ensure the transparen-
cy of the results and give readers the room to make their own conclusions based on the data. 
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5.2 Discussion of interviews 
 
The influence of the four Hofstede cultural dimension elements on variables that make up the 
business environment which are: building relationships and trust, hierarchy, communication 
and decision making process in the findings of the study examined. 
 
 Communication style is a broad theme that brought up by all of the interviewees in one way 
or another. Based on the data from the analysis of the interviews, communication seemed to 
be closely related to and affected by many other cultural dimensions. That is why it consid-
ered prudent to discuss communication as a meta-theme, specifically, the Caribbean man-
agement communication style in relation to the other themes emphasized during the inter-
views.  
 
Based on practical examples given by the interviewees, the Caribbean management commu-
nication style seems to be characterized by a strong verbal approach. Robert, for example, 
described Jamaicans as being very open and talkative and said that good verbal communica-
tion skills appreciated in work-meetings. Verbal presentations said to be preferred over pa-
perwork or board presentations, especially when it comes to duties allocation or ad-hoc 
meetings. On the other hand, although verbal agreements seemed to be fairly common, paper 
contracts are naturally important in business relations. However, Robert highlighted that, in 
Finland, it is possible to have a contractual, business agreement by verbal communication he 
claimed “there is a say in Finland that says a handshake is as good as a signature on the pa-
per” handshake is as legally binding in Finland because of trust in their culture. Whereas, in 
most countries this could not work.  
 
One of the interviewees also examines the nature of communication between Barbados and 
Finland. He said, in Barbados, it is formal, and the opposite in Finland, which is simple and 
informal especially when it comes to business negotiations. He said in Finland business people 
are finding it easy to compromise for the business negotiations (informally prepared). They go 
to negotiations with the perception that the other partners would also be, in a position, to 
take difficult but right decisions from their side in order to reach an agreement. They normal-
ly take for granted with the notion that the other part would also be willing to compromise. 
Whereas in 
Barbados usually when they go for negotiations, for example, they have this win-lose atti-
tude, and it come to win, think that compromise is an act of weakness. 
 
5.2.1 Power Distance 
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According to Hofstede, power distance refers to the level at which power distributed equally 
within a society and the degree that society understands this distribution". As indicated by 
Respondent B, there are a lot of local people working in lower paying jobs in Jamaica, just as 
Jamaicans and other Europeans work the same jobs in countries like Canada or USA. The une-
qual distribution of power among members is the essence of organizations in Caribbean coun-
tries specifically Jamaica, Barbados and Bermuda. 
 
Often high power distances encourage hierarchical levels, which in turn affect communication 
and knowledge sharing within the business organization. However, it is typically, the charac-
teristic of the Caribbean countries business environment. However, both respondents men-
tioned that many young generations in their respective countries find it difficult to break the 
barriers of power in Caribbean institutions or large organizations. In order for them to contin-
ue their studies, work better paying jobs or even starts entrepreneurship; they have no other 
options besides moving abroad. However, abroad is the only place where they can compete 
for education, knowledge sharing, and finally employment in their area of expertise. 
 
As a result of hierarchical levels with Caribbean companies, power concentrated at the top, 
and this status is very important and should be respected and communicated all the time. 
Peter and Robert also mentioned the problem of knowledge sharing, and the hindrances to 
information as the communication channels affected by the hierarchy. Increasingly, in Carib-
bean companies, success is dependent on understanding what allowed depending with one's 
position. 
 
The bosses have the power to decide on how and when knowledge disseminates, and conse-
quently employees not accustomed to having many responsibilities, and rather wait for in-
structions from their superiors. According to the three interviewees, some people in their re-
spective countries do not want to take responsibility, as responsibilities come with conditions 
that distinguish those who have to shoulder them. For example, Robert said if one delegates 
duties to subordinates, he must make sure that he follow them up all day to see if the duties 
carried out, and that part is so laborious and time consuming. 
 
The relationship between managers and employees is more formal than between employees, 
and this is an indication of power distance in some Caribbean companies. The negative impact 
of high-power distances in Caribbean businesses is the lack of vertical knowledge sharing, as 
the formal communication norms are too restrictive. 
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5.2.2 Individualism and Collectivism 
 
This relates to the degree that people in Caribbean country businesses prefer to act as a 
member of a group or an individual. According to three interviewees, the General Directors in 
Caribbean nation companies assume all responsibilities of a company but are not responsible 
for the mistakes. The author also highlighted that, the Caribbean culture is collectivistic cul-
ture, and the management tends to be individualistic. This indicated by the autocratic man-
agement in many businesses. While, employees defined as collective, management tends to 
be more individualized and make all the decisions 
 
The collectiveness in the Caribbean business environment expressed in terms of the ability to 
work, in a multicultural environment, to accomplish goals, goals which based on knowledge of 
rules and experience with group norms. According to one of the interviewees from Barbados, 
he said it is important to work together in groups, but some people are individual performers 
and some are team performers and some need follow ups. The author highlighted that, he is a 
self-starting character who detached and others are aggressive and always want to be in con-
trol. That limits employees from showing their individual skills. However, in Barbados people 
perceive team work more than personal goals. Achievements associated with a group effort 
can be presented as a group need, but success remains dependent on individual efforts coor-
dinated to work together. 
 
According to all the interviewees, this culture of limiting an employee's ability to rise to high-
er levels inherited from the Slave Trade era. Everybody was working for the Slave Masters, 
and the environment was not a result-oriented one. Working hard or not working diligently 
made minor differences. Robert highlighted that, it demand a great deal of trust to know or 
understand the partner one will be negotiating with, and whether the partner is standing in 
for someone else in a group, or a group itself. Reliance on others stressed, and mentoring is 
frequent by those in positions of power. Robert also said that, this is common in some com-
panies as mistakes is punishable offend, even if it is very beneficial for the company. 
 
5.2.3 Masculinity and Femininity 
 
According to Hofstede, cultural dimensions model, masculinity refers to the society in which 
the difference of gender roles clearly shown, and men supposed to be dominant, assertive, 
tough and aggressive. Femininity refers to a society, in which social gender roles overlaps and 
both gender supposed to be modest, tender and concerned with the quality of life. Both in-
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terviewees stressed the fact of male dominance in most institutions and business environ-
ment, with limited females in managerial levels or other leading roles. According to Respond-
ent A, women in Barbados work together with men but most influential positions held by 
men. Visibility of masculine in Caribbean business culture is overwhelming as Respondent B 
stressed that, even though there is one woman leader in politics, most men do not like to be 
led by females as this embedded in their culture. Respondent C also highlighted female have 
find it difficult to occupy managerial posts, even though they involved in everyday discarding 
of duties because men do not accept the supervision of a woman. Women rise slowly to high 
levels as compared to men. In politics, in both Caribbean countries under study, shows the 
transformation of gender grips towards women empowerment and more fluid gender roles. 
 
5.2.4 Uncertainty Avoidance 
 
The acceptance of foreign investors to develop and change the landscape in Caribbean coun-
tries seen as positive by both groups. However, foreign investors’ dominance in Caribbean 
countries seen as a threat to indigenous entrepreneurs as large capital invested and normal 
business channels breached in favor of foreign businesses. According to Respondent A, even 
though the uncertainty is not high in his country about the changes brought by foreign inves-
tors, it is the culture of businesses paying distortion fees (bribes) to the officials to get con-
tracts done that is worrisome to local entrepreneurs. These are the constraints which experi-
enced in most developing countries. In a, multicultural society, ethnic groups struggle, to 
form a cohesive, understanding but co-exist. The culture of bribes, trigger corruption, which 
in turn, affect communication channels that result in violent culture, in a society. Respondent 
A cited that big companies compete to pay bribes and distortions to gain favors which affect 
the local business people as it cannot survive the costs. This would lead to the formation of 
vicious cycles of young people instead of becoming outstanding citizens, end up involved in 
drugs gang syndicates.  
 
Trust and healthy relationships are important not only in business relations between different 
companies but also in intra-company relationships or between ethnic groups in a society. Both 
interviewees highlighted the lack of trust and relationships building within local ethnic groups 
but a different scenario to foreigners. Respondent A also said it is easy for a Barbadian (Black, 
Indian, Pakistanis) to trust a foreigner than a white Barbadian and very few cases of cross-
marriages of ethnic groups (Black people, Chinese, Indians, Pakistanis and whites). In the 
work environment, Caribbean businesses managers do check their employees’ backgrounds 
more carefully than in some other cultures (Finland) and also supervise their employees more 
during employment. However, to employees on the same level in the company, personal rela-
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tionships said to be developed and maintained by socializing and spending time with col-
leagues both on and off work. 
 
6 Conclusions 
 
The last section of the empirical findings encompasses conclusion of the entire research and, 
however, the author found it fit to include some of the several issues that been discussed in 
earlier stages of the research to the conclusion in order profoundly substantiate the results 
and proposals of the study Based on the interviews, it becomes apparent that communication 
within the confines of the Caribbean business culture can be very challenging, but is a key to 
launching a successful business enterprise in their market. As previous research suggests, be-
sides, trying to attempt to forge strong ties with important actors in the necessary networks, 
they must carefully research said network. They must understand and appreciate the existing 
web of relationships. As a result, the partner has to find out how to identify, or how he/she 
can place himself in such a web, in a way that be welcomed by their prospective partners. 
The interviewees largely confirmed this previous research, and provided many good examples 
and anecdotal advice that can be seen in appendix. 
 
For the reasons that have already been discussed, the research relied on interviews as its 
primary method of data collection. The interviews conducted by three independent business 
experts in order to get different views of the initial data. The findings matched with work-
related elements of Hofstede cross culture values that used to provide insight on contempo-
rary Caribbean business cultures. While the interviews approach employed to collect the 
qualitative data used for this document and been analyzed and could be used in future stud-
ies, a different method of data collection to supplement this information could be useful. For 
example, different approach such as an ethnographic approach would be useful to help vali-
date or invalidate the observations made by the participants in this study, as well as produce 
a more consistent interpretation to the situations referred to by the participants. 
 
As networks and communication are two themes that have and by many indications will con-
tinue to endure in Caribbean countries, they are particularly relevant areas on which to focus 
further research. Both of these areas are that only increasingly relevant as technology facili-
tates integration into a global village, and thus they will surely have a considerable influence, 
not just in Caribbean countries understudy but Caribbean region and all over the world. In 
fact, according to Johanson & Johanson (1999) the main source of knowledge about a market 
is not in the actors themselves, but in the communication between them (63). Networks and 
communication can, therefore, be seen as key areas in which to focus further research. 
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Recommendations 
 
For the business people who seek collaboration with institutions and or business organizations 
in Caribbean countries, it could be advisable to understand the cultural values of the targeted 
market before and be able to arrive at a settlement by making concessions. Take into cogni-
zance the importance of following, the right communication channels and networks. Whether 
it could be in the business environment or community at large, this would not infringe the 
ethics and moral values of the intended market. As failure to understand these aspects of cul-
ture would lead to a business losing not only a lot of money but also its image around the 
global village (world). This document could provide a view of the Caribbean business culture 
that could act as an eye-opener for business people, employees and others who intend to col-
laborate with Caribbean business entities. This document provides a glimpse into Caribbean 
business, and national culture as the two are inseparable and does not give a comprehensive 
account of Caribbean business culture. 
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